Most o.f the literature on organizational citizenship behavior (OCB) was developed in the West, mainly North America. Not much is known about the meaningfulness and categories of OCB in other cultural environment such as Malaysia. This study investigates the dimensionality of OCB using a sample of hotel employees. Factors analysis of OCB items as rated by superiors revealed 5 dimensions, labeled as helping behavior, sportsmanship, conscientiousness, patience and civic virtue. Factor analysis of OCB items based on self-ratings (non manager employees) resulted in six dimensions, named as altruism, courtesy, conscientiousness, sportsmanship, effort expendey' and civic virtue.
OCB measurement in other cultural context is meaningful since Podsakoff et al., (2000) argue that "cultural context may affect the forms of citizenship behavior observed in organization (e.g., the factor structure) (p. 556). Therefore the present study aims to contribute to the growing number of studies on OCB by investigating the content domain or dimensions of OCB in a sample of hotel employees. Employees in the hotel industry were selected as the study context bccause offering a high level of quality serrrices and increasing operational efficiency involves extra-role behaviours such as OCB (Getty & Getty, 2003) .
Method
Procedures and Participants Data collection began by sending a cover letter that explained the study and invitation fbr participation to all 76 star-ratings hotels in the states of Kedah, Perlis and Penang. Ofthe 76 star-ratings hotels contacted, 68 hotels responded and agreed to take pafi. Two sets of questionnaires were used to tap the level of An Exploratory Analysis of Organizational Citizenship Behavior Factor Structure Among Entplovees in Hotel Industry employees OCB, which are superior questionnaire (for superior-ratings) and subordinate questionnaire (for self '-ratings) . There were 834 pairs of subordinate and superior questionnaires distributed to 68 star-ratings hotels. In each hotel, employees were selected using systernatic sampling. Questionnaires were distributed to superiors (managers or heads of deparlment) and subordinates through hotels human resources managers. Superior of the selected employees was given two sets of questionnaires. The first set asked them to evaluate their subordinates levels of OCB (the number of questionnaires depend on the number of sr.rbordinates to be evaluated). The superiors were also asked to distribute questionnaires to their subordinates for self-ratings of OCB. Participants were told that anonyrnity and confidentiality were assured.
In total. 557 employees working in some 63 hotels from the northem region of Peninsular Malaysia provided self-ratings of OCB. The sample covered a broad range ofhotel non-manager occupations. Superior-ratings ofOCB for the 557 subordinates were obtained from 281 superiors or head of departments. In the present study. superiors rated between one to five employees each but the majority rated only two employees. This ratio is better than some of the previous studies whereby a superior rated up to 10 employees (e.g., Cappelli & Rogovsky, 1995) or45 employees (e.g., Niehoff& Mootman, 1993) . According to Van Scooter and Motowidlo (1996) , bias can be eliminated by reducing the number of subordinates to be rated by superiors. Fifty-five percent of the respondents indicated that they were male and 45Vo identtfied themselves as female. In term of ethnicity, JJTo indicated they were Malay, 13% Chinese, 8Vo Indian and 2Vo others. Respondents ranged in age from l8 to 56 years with a mean of 29 years.
The averaged employees had been with the hotels for 4 years. In term of marital status,507c of the iespondents were marned,487o were single, 2Vc werc widowed and the remaining I%o werc others.
OCB Scales
A 20 items scale developed by Podsakoff and , 1995) . Our analysis was based on a subject: item ratio of 13:1 which is higher than recommended (Hair et al., 1998) . In both facror analysis, items loadings greater than .50 were used to determine the factor structure. This value is consistent with proper statistical practice in which factor loadings greater than .50 are considered very significant (Hair et al., 1998) . Initially, factor loading of less than .50 (e.g., .30 and .40) were attempted, but the factors derived were not clearly defined and uninterpretable. An item was assigned to a factor only if a differenti al of .20 or more existed between two highest values among the components.
Superior-Ratings of OCB
A series of factor analysis were conducted on the initial 42 items to determine which items grouped to form dimensions. Twelve items were deleted because of low communalities, that is below .50. These analyses resulted in a five-factor solution with 3 to 14 items loading on each factor. The scree plot and differences among eigenvalues supported a five factor solution for superior-ratings of OCB.
The Kaiser-Meyer-Olkin measure of sampling adequacy was .952, which indicated that the data were suitable for factor analysis. The results of this analysis is outlined in Appendix A. The OCB scales by Podsakoff and MacKenzie (as cited in Niehoff & Moorman,1993) , has been suggested to consist of 5 factors measuring altruism, courtesy, sportsmanship, civic virlue and conscientiousness.
The present study found general support for this five factor model except the An Exploratory Analysis of organizational citizenship Behavior Fnctor Structure Among Employees in Hotel Industrylack of courtesy and altruism factors. As illustrated in Appendix A, 14 items loaded in the first factor (7 altruism items, 6 courtesy items and 1 civic virlue item). It is worth noting that, previous research has indicated that superiors may not be able to recognize some of the finer distinctions between altruism and courtesy and tending to lump these into one broad helping construct (Podsakoff & MacKenzie, 1994) . Accordingly, in the present study, the first factor was labelled helping behaviour. Nine items loaded on factor 2 and factor 4 and the majority of these items were the sportsmanship items. Of the 6 items loaded on factor 2,4 of these items were sportsmanship items together with I couftesy item and 1 conscientiousness item. The four sportsmanship items loaded on factor 2 were those items adapted from Podsakoff and Mackenzie (as cited in Niehoff & Moorman, 1993) . For reason of consistency with the previous research, the label of sporlsmanship is used for factor 2. The 3 self-developed items initially tended to measure sportsmanship loaded on factor 4. It was felt that these 3 items reflect the employees ability to persevere with something inconvenience or hardship at the work place. This factor was labelled patience. Four conscientiousness items loaded on factor 3 and three civic virlue items loaded on factor 5. The five factors explained 63.l4%a of thevaiance in the data with extracted factors eigenvalue of more than 1. A summary of the factor statistics in shown in Helping behavior, conscientiousness, sportsmanship and civic virtue are considered as common dimensions as they resemble those OCB dimensions found in the West. Patience is considered as an extended dimension whose content domain differs from existing Western OCB dimension. Whilst the results have important implications for the validity of the superior-ratings of OCB construct, the sample used in this study is different from the OCB samples investigated by previous studies. As such, it would be unwise to assume that exactly the same results of factors would occur in a sample of hotel employees.
Moreover, in this study, half of the OCB construct contained new items. It is worth noting that, Payne (1910) , indicated that different sample of respondents may result in different factor loading. 
Self-Ratings of OCB
As illustrated in Appendix B, for self-ratings of OCB, slightly different results were obtained, whereby the factor analysis revealed six factors. The Kaiser-Meyer-Olkin measure of sampling adequacy was .904, which indicated that the data were suitable for factor analysis. The first factor consisted of 7 items (5 courtesy items, 1 conscientiousness item and I civic virtue item). This factor was labelled courtesy. Four altruism items loaded were on factor 2. Seven conscientiousness items were loaded separately on two factors, that is 4 items on factor 3 and 3 items on factor 4. The 4 self-developed items initially tended to measure conscientiousness were loaded on factor 3. Since these 4 items focused on the employees willingness and ability to expend effort by being present at the work place and also actively contributing to organization through ideas and efforts, factor 3 was labelled as effort expended. The three conscientiousness items loaded on factor 4, were those adapted items, and were labelled conscientiousness. Three civic virtue items were loaded on factor 5 and 3 sportsmanship items were loaded on factor 6. The Cronbach-alpha for the self- 
Discussion
The initial objective of this study was to develop OCB factor structure for the non managers of hotel employees in Malaysia. Additionally, consistent with the suggestion by Lievens and Anseel (2004) , this study also examined the equivalence of OCB scales across superior and self-ratings of the same target person. Generally our results corroborate previous studies in the US and in other international context. The general picture is that the forms of citizenship behavior observed in organizations hold relatively well across intemational An Exploratory Analysis of organizational Citizenship Behavior Fttctor Structure Among Employees in Hotel Industry contexts. However, some differences should also be noted. The results revealed that superiors and self-ratings yielded slightly different factors. While superiorratings of OCB yielded a new dimension of patience, self-ratings of OCB provided a new dimension of effort expended. Interestingly, these new dimensions were formed based on newly developed items. It is common that different ratings will give slightly different results. Morrison (1994) for example, stated that behaviour such as OCB will be seen differently by employees and their superiors.
Additionally, Nunnally (1961) , indicated that the heterogeneity of the subjects in term of age, gender and culture may affect the factors generated. However, it is interesting to note, that using a different ratings will give a richer perspective of employee OCB. This study found that several facets of the OCB construct which had been measured in the Western literature were also evident in the Malaysian context. The emergence of two new facets of OCB especially patience is probably unique in the Malaysian context as it was never measufed in the Western literature. Since examination of OCB outside of the context of the US is limited (see, for example, Farh et al., 199'7; Turnipseed & Murkison, 2000) , this study provides initial empirical suppoft for the existence ofboth universal and extended aspects of OCB in a non Western context. From the theoretical perspective, the extended dimension of patience, seems to be one of the elements among Asian cultures (Markus, 2002) . Additionally, on the basis of equity theory, it could be possible that patience and efforl expended were exhibited by hotel employees in return for a fair pay and benefits from the management (Moorman, l99l ). Employees were selected from several departments, positions and more than 60 hotels. Such as sample increases the external generalizability of the results. In term of practical implication, since some studies demonstrated that employees citizenship behaviours contribute to organizational effectiveness, hotel managers should take necessary steps to encourage OCB among employees. For example, managers may exhibit citizenship behaviour themselves in order to communicate to employees that such behaviours are valued by the management. In terms of the study limitations, our findings are limited to the items used to measure OCBs in this particular study. The use of other OCB measures may provide different factors. In terms of future research, it will be useful to investigate OCB factor structure among diverse samples of workers and industry. In this respect, Farh et al., (1997) 
